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DIGEST O A POLICY STATEMENT ON EXECUTIVE DIVELOPMENT

(uubmntted to the CSC to Meet Reporting Requirements in
the Guidelines for Executive Development in the Federal Service).

Basic Considerations in a Personal Developmental Program

3

It may be conceded that cream rises to the top and so do people of
recognized superior ability. There is no assurance, however, that ran-.
dom exposure.of employees to training courses and assignments will pro-
duce the best qualified and seasoned candidates for the more senior
positions. Moreover, conclusions about the potential of specific indi-
vidusls must be constantly re-examined as they move up in the hierarchy.

The Agency should guard egainst development for development sake,
arousing personal expectancies that cannot be met., It should simulta-
neously move on two fronts: develop the more gifted for higher posi-
tions of managerial responsibility and develop people in the skills they:
will need in their current positions or in jobs of higher responsibility
below the executive level,

Specific developmentsal actions in individual cases should fit organ-
izational needs, as seen by Deputy Directors and career service Offl—
cials,
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Executive and PremExecﬁtive Development

Executive development is a dual process: planning the improvemert
of individuals who have already become executives (supergrades in the
Federal Government) and developing designated mid-officers and senior.
officers vwho have the potential to be executives,

' Executlves can materially benefit from formal internal and external
tralnlng experiences, but their utilization and development chiefly de-.. ...
pend upon periodic reviews of their effectiveness. Uninterrupted tenure:
of executives for years in one Jjob or place can be counterproductive,
despite the expertise gained on the jJob. The practice frequently observed
in the business world of annually examining the status, current usage

and prospective usefulness of each individual could be applied productively
within the Agency.

o geler ot 2 Central to an effective program of executive development is the

identification and personal development of well~-qualified mid-career and
-genior officers in the Grades GS 13-15. Many promising employecs at
these grade levels have spent most of their careers acquiring substantive
expertise. More often than not, they have experienced over the years a
number of assignments and training courses; but their past preoccupation

’
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with substance causes the mid-career stage to be a critical time for them

to obtain a fairly comprchensive view of managerial skills and principles.
Since instruction and experiential learning in the informational, mana-
gerial and.@ehawioral sciences are among OTR's capabilities, formal training
is & valuable resource at this time in their developunent. Closer linkage -
of training and personal development, therefore, becomes a key element in
future Agency planning. '

Carcer Services to Implement individual Development

The Agency has several functional career services formally consti-
tuted to competitively review all cmployees under their jurisdiction with
respect to promotions, assigiments and developmental opportunities. These
units are directly responsible to a career service head who is also a genior’
operating official, and career scrvice heads are directly responsible toa -
Deputy Director of the Agency. Carcer service boards and panels, comprised
of Agency executives and operating officials, make the competitive reviews
and decisions alluded to, and supportive personnel -- carecr management
officers, personnel officials, training officers and other supportive or’
staff personnel -- are designated to help boards and pancls; meet regularly
with carcerists to discuss their personnel needs and.interests; and to imple-
ment specific decisions or actions of the career service boards and panels.

The Agency will rely upon the career services to periodically evaluate
the potential of careerists within their jurisdictions for executive posi-
tions and to.specify individualized developmental training and assignments
for those concerned. We are confident that this process of individualized -
review and planning can better achieve ‘the purposes of the Agency and the -
Federal Guidelines than the development of individual career plans in a =

form or document. (In ealier years, the Agency extensively experimented row ..

- with eloborate indiviéual career plans and found them to be largely un-
successful.)

The career service heads and members of the career service boards and =
panels are links between supervisors and the Agency's top executives. This
linkage of line officers -- supervisors, career service officials, Deputy. - -
Directors, Executive Director-Comptroller and the Director -- will be an
important factor in insuring the uniform and responsible implementation of-
policies decided upon by the EMRB (consisting of the Executive Director-
Comptroller and Deputy Directors).

Systematic Agency-wide Efforts for Identifying Executive
Candidates; Individual Personal Development; and = -
Use of Training Resources

Towéccomplish the essentials of an improved developmental program and
to achieve the principal features of the Federal Guidelines for Executive
Development, the Agency needs to systematically engage in the individual

¥

7

Approved For Release 2001/03/05 : CIA-RDP82-00357R000800220003-1



Approved For Release 2801/03/05 : CIA-RDP82-00357R000800220003-1

planning of developmental training and assignments for employees with
executive potential.

Spgcific developmental programs of the career services should be
tailored to their individual needs and problems, but certain common ap-
proaches and criteria should be observed by all in order to assure the
success of the developmental effort and to achieve Agency-wide objectives.
Fach carcer service should project the amount of upward movement in the
future and examine the capability of promising careerists to £111 positions
of responsibility in Grades GS-15 and above. Therealter, each carcer serv-
ice should establish specific training, assignments and other planned
developmental activities for each careerist identified for executive de-
velopment. In identifying assignments and training, effort should be made
to F£ill observeable gaps in the career experience of individual employees
and to determine means of overcoming relative weaknesses in the skills and
gbilities of otherwise well-qualified employees with executive potential.
Fach career service should be encouraged to establish general norms or
guidelines covering the preferred kinds of training and assignments that .
would be most beneficial in Ffurthering the development of executive can-..
didates. .
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CAREER SERVICE MODEL FOR DEVELOPMENT OF PERSONNLEL GENERALISTS IN SP SERVICE
(APPLICABLE TO PROFESSIONALS WITH POTENTIAL FOR DEVELOPMENT)

GENERAL NORMS .(For GUIDANCE. ONLY) -~ . . S - ol

2

ACADEM|C BACKGROUND .

CT. OR COLLEGE GRADUATE (OR EXPERIENCE EQUIVALENTS)
MAJOR IN ADMIN., MGT., OR SOCIAL SCIENGES

0

1 Core COURSES

2 TRENDS AND HIGHLIGHTS
3. ADP ORIENTATION
E

1

XTERNAL {FOR SELECTED EMPLOYEES)
PERSONNEL MGT. {EcG., POSITION CLASSIFICATION; EMPLOYEE RELATIONS); ORGANIZATIONAL
DEVELOPMENT; PSYCHOLOGY; BEHAVIORAL THEORY; SYSTEMS ANALYSIS; STATISTICS
2. TOPICAL OR TECHNICAL TRAINING IN SPECIALIZED PERSONNEL SUBJECTS (£.G., AMA
SEM INARS)

.

C. Wiruin OF
1+ ATTENDANCE OF PERSONNEL CAREECRISTS AT OP ORIENTATION BRIEFINGS; MONTHLY MEETINGS

oF SP SKILLS DEVELOPMENT PROGRAM
2. PARTICIPATION OF NEW PROFESSIONAL CAREERISTS (N OP ON~THE=~JOB TRAINING PROGRAM

DESIRED AGE LEVEL PROGRESSION .

ASSIGNMENT OR READINESS FOR ASSIGNMENT BY AGE ho L5 10 OP key POSITION (OR APPROXIMATE - (i
EQUIVALENT)

NORMAL _JOB PROGRESS ION

A. IniTiar {(1ST THREE YEARS OF ENTRY IN SP CAREER SERVICE) -
- ONE=~ OR TWO=YEAR ASSIGMMENTS, AS PRACTICABLE, IN OP CENTRAL UNITS (e.c., PMCD, SPD,,

CD anD BSD)

B. Mip-Proresstianal. {BETWEEN 3 AND 15 YEARS FROM ENTRY IN SP CAREER SERVICE) .
T+ THREE OR MORE ASSIGNMENTS TO SPECIALIST JOBS IN CENTRAL OP OR GENERALIST PERSONNEL -

JOBS IN COMPONENTS DURING NEXT 3-15 YEARS. (SP ASSIGNMENT OBJECTIVE: 3 YEAR TOURS.

INSIDE AND OUTSIDE CENTRAL OP WiTH ONE OR TWO EXTENSIONS OF ONE YEAR CONSIDERED _..

UPON REQUEST.)

2., ASSIGNMENT TO A COMPONENT BY END OF 6TH YEAR UNLESS EMPLOYEE IS EXPECTED BY. SP
CAREER SERVICE TO INDEFINITELY CONTINUE IN FUTURE AS TECHNICAL OR FUNCTIONAL
SPECIALIST IN CENTRAL OP.

3. BY THE END OF 1471 YEAR, EMPLOYEE HAS SERVED 2 OR MORE YEARS IN A STAFF OR ADVISORY
CAPACITY; IN A PLANNING OR RESEARCH POSITION; OR IN A POSITION REQUIRING CONSIDER=-
ABLE TIME TO BE SPENT IN SUCH ACTIVITIES,

STRONG EVALUATION IN_FOLLOWING PERSOMAL SKILLS AND ATTRIBUTES

RESPONSIVENESS IN SUPPORTIVE ROLE TO GETTING THINGS DONE
Acency OFFICIALS THOROUGHGO ING

EFFECTIVENESS IN PERSONAL DEALINGS WRITING ABILITY

IMAGINATION AND ORIGINALITY VERBAL EFFECTIVENESS

SELF RELIANCE PLEASING PERSONALITY
DrivE

e
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6. STRONG FVALUATION IN FOLLOWING MANAGERIAL SKILLS

¥
REPRESENTATI ONAL AND COMMUNICATING MATURE JUDGMENT
SKILLS ANTICIPATION OF CONSEQUENCES OF PROSPECTIVE

PLANNING AHEAD,
CAPACITY TO INFLUENCE OTHERS (sus-

ACTIONS
PERCEPTION OF THINGS THAT NEED TO 6£ DONE

ORDINAT&S, PEERS, SUPER!ORS) ABILITY TO DELEGATE *

SUPERVISORY SKILL (INCLUDING DEVELOP= EFFECTIVENESS

MENT OF SUBORDINATES; MAINTENANCE
MORALE AND LOYALTY)
DECISIVENESS

7.  EAMILIARITY WITH PERSONNEL WORK

A. GOOD UNDERSTANDING OF FOLLOWING:
SUBSTANTIVE ASPECTS OF PERSONNLL ACTIVITIES

CURRENT PERSONNEL OBJECTIVES, GOALS AND DEVELOPMENTS

PERSONNCL TRENDS AND FUTURE PROBLEMS

B. QUALIFYING EXPORIENCE [N A MAJORITY OF FOLLOWING!:

PERSONNEL RESEARCH/STAFF WORK
BENEFITS AND SERVICES

SALARY AND POSITION MGT.
PERSONNEL STAFFING :

PERSONNEL TRANSACTIONS

RECORDS CONTROL AND MANAGEMENT
LINE PERSONNEL MGT. IN COMPONENTS

C. DESIRABLE EXPERIENCES {NOT NORMS)
OVERSEAS OPERATIONS AND SUPPORT °

IN MANAGEMENT OF OFFICE

HEADQUARTERS ACTIVITIES RELATED TO PERSONNEL PROCESSING MGT. (E.G-, TRAINING, COVER,

TRAVEL }
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